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questionnaires were completed by more .than" 300 professors, assistant 
professors, and associate professors throughout the ynited states. 
The 60-item questionnaire' elicited'demographia information, as well 
as information related ^to job 'satisiaction . The results .showed that 
most of the respondehts were satisfied with their jobs and were 
especially satisfied with .(1)- the freedom they were given %o do their 
work, (2) £heir relationships with their colleagues afid department 
chairpersons, (3) their teaching loads, and. (4) their opportunities 
for professional growth. They were most dissatisfied with their 
physical working condit ifijis', salaries; and the financial support 
provided for their research. Most of the. respondents preferred. to 
teach, bi^t'saiS that they must eftgaga in research to ojbtain tenure 1 

% and promotions. Many complained, that\ tenure and promotions at their 
.institutions were not administered fairly. Differences in the job 
satisfaction of men and 1 women faculty members were minor. However, 
faculty members with tenure were more'* satisf ied with their jobs than 
were nontenured faculty. Senior fapjulty members received 
significantly more reward^ and were" more .likely to believe that the 
rewards ,were distributed fainly. .These senior professors als6 seemed 

«to be more productive than their junior colleagues., (A copy of the 
questionnaire is appended.* ) (FL) s * 
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^ Professors' Satisfaction* With Jobs 
>. 4 ' - • Related To Academic Ranks / 

- ' • ' K / - - ( 

Researchers in the fields of business 'and' psychology often study the factors 
likely to increase workers' satisfaction with their jobs. Researchers also have 
compared tlie satisfaction of workers. in different occupations: nurses, secretaries, 
engineers, policemen, and salesmen, for example. 

Other researchers have studied journalists' satisfaction with- their iobs and 

\ 

the reasons journalists give for quitting their jobs. However, few of the researcher 
havfc examined their own jobs. This study will attempt, to fill that gap by examining 
the factors that satisfy faculty members in the fields of journalism and mass • 
communications. - 

■ ' 
The issue is obviously an important one. Faculty members ^who are satisfied 

witfc* their jobs may t^e more productive than dissatisfied colleagues and more likely 

to retain their present jobs. Faculty members satisfied with their jobs also may 

be more likely to-develop harmonious relationships with th^ir students, colleagues, 

and administrators. • ^ 

^ Previous researc^ provides numerous clues that may be applicable to the fields 

of journalism and mass communications. Typically, Weaver examined the attitudes of 

7,709 workers froin 1?72 to 1973 and found that their satisfaction with their iobs 

was positively associated with their age§, educations, incomes, and occupations. 1 

Weaver also found that there are no significant differences between the job 

satisfaction of men and women, but that "job satisfaction among blacks is 

considerably lower than among whites. " - - ' 

* * 1 



Weaver compared his findings with evidence gathered from 1958 to 1973 and 
found a consistent body of knowledge that remained stable over time. Earlier 
studies also found that workers are most satisfied with. job's that required 

high level of education and Skills, and that provide status, variety, autonomy, 

3 - ' 

and high salaries. » 

. ' / 

/ 

Herzberg, a major pioneer in the field, developed the motivation-hygiene 
■theory of job satisfaction. .Herzberg concluded that job satisfaction and 
dissatisfaction are not opposites, buf that some factors contribute "to workers ' 
satisfaction with their jobs, and that other factors contribute to their 
dissatisfaction. ' . * 

Herzberg .explained- that job satisfaction is determined by feelings , workers 
have for the content of their jobs: for feelings of. achievement , recognition, 
interest, responsibility, advancement ,. and growth. Herzberg said job dissatisfaction 
is determined by feelings workers have for extrinsic' factors involving ,the context of 
their jobs: for company policies, working .conditions , supervision, co-workers, 
salaries, status, and security. . • 

Herzberg 'repotted that negative counterparts of'the intrinsic factors (a lack 
of achievement or recognition, for example) are not likely. to be dissatisfying, and 
that positive counterparts of the extrinsic factors are not likely to be satisfying 
even when "they are unusually good* 4, * % • 

* Contrary to Herzberg' s theory, *Dunnett , Campbell, and Hakel found that four 
factors can be both satisfying and dissatisfying: /achievement , responsibility, 
recognition, and supervision/human relations. Duhnett, Campbell, and Hakel 
explained: "...our respondents tended of ten* to.attach hig£ achievement, responsibilit 
praise, and understanding supervisors to* satisfying job' circumstances. However, they 
also tended often- to attach failure, low responsibility, lack of * recognition, and 
'inhuman.' supervisors tSf dissatisfying job circumstances." 5 '" 



Dunneet, Campbell, and Hakel also found {hat some factors are more important 

t ' ' * 

than others. They .concluded that, "Certain job dimensions— notably Achievement, 

\ 0 

'Recognition, and Responsibility— seem uniformly to be more important fox fcoth 

* •» > 
satisfying and dissatisfying job events, and t;hat certain job dimensions— notably 

Salary Working Conditions, Company Policies and Practices, ^nd Security— are 
relatively .l^ss important . * % f • 

Glenn, Taylor, and Weaver found "beyond reasonable, doubt 1 ' that older men^hd 
, women are more satisfied than younger co-workers with their jobs. 7 They speculated 
that, n Job satisfaction might tend to increase as workers grow ol<?£r because the 
extrinsic rewards of work— including income, occupation, prestige, authority, and 
autonomy on the job— increase fot many, although not all Workers. 1 

Other studies found that dissatisfied workers are more likely to quit their 

9 ' > 

jobs. Hulin also found that a company was able to reduce its annual turnover 

rat^ from 30% to 12% by learning why its employees were dissatisfied, and then 

by changing its pay and promotion policies — the major sources of their 



dissatisfaction. 



Other researchers have~£ocused more 'specifically upon the attitudes of / 
professionals in th§ field of journalism. 

Shaver Applied Herzberg's theory to the field of journalism and found that 
the graduates of seven universities generally were most satisfied with the factors 
predicted by that theory. The factors that satisfied journalism graduates, listed * 
in |:he order of their importance, included: opportunities for acquiring new 

professional skills and stature ^varied , creative^, challenging assignments; praise 

r ' 

and compliments for their work; success; responsibility j and autonomy; and good 
relationships with their peers. * ♦ * 

, The graduates 1 ' major complaints, again listed in the order of their Importance 
< ' f > } ' < 

included: poor salaries and raises; limited opportunities for advancement; routine 
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stultifying, unchallenging work; insufficient opportunities for acquiring new 

professional skills and stature; poorly organized companies .with unclear lines, 

of authority; and poor lines of communication. 11 - - — 

Wilson found that the Cana'dian newsmen who quit their jobs were most likely 
to complain about their salaries, opportunities for advancement, working^conditlons , 
lack of personal satisfaction, personalities, dislike of their work, dissatisfaction- 
with their superiors, and company meddling with the news. Similarly, McNeil 
found that the Washington correspondents who quit their jobs we're most likely 
to mention low salaries and the fact that their new jobs are more satisfying.' 13 

Despite some' contradictions , the research provides a long list of variables * 
likely to affect workers' satisfaction with their jobs. This study will apply 
those variables to college professors, in the fields of journalism and mass 
communications. Additional variables more specifically related to the fields 



of journalism and mass communications wkre suggested by colleagues and by the 
authors 1 personal experiences. y ^ 



Methodology 



The authors mailed questionnaires to a random sample, of 200 assistant 1 

professors, 200 (associate professors, -and 200 professors listed in the JajAiary , 

1981 edition of Journalism Educator . edition of /Journalism Educator , lists 

all the U.S. schools and departments that/offer undergraduate and/or graduate 

programs in the fields of journalism and mass 'communications. 

The editi9n lists the names of faculty members at schools and departments 
*• * » . 

affiliated with the American Association of Schools and Departments of Journalism 

(AASDJ) and/or the American Society of Journalism School Administrato.rs ^ASJSA) . 

*' * ^ 

Both organizations are co-founding affiliates* of the Association for Education 
in Journalism (AEJ) . ^ . • , 



About 31% .of the 1,920 assistant professors, associate professors, and 
professors listed in Journalism Educator were included in thjls survey. Faculty^ 

_ E 

members with other academic ranks — instructors and adjuncts, for example— were 
excluded. The authors also excluded the faculty members at their own institutions: 
the University of South Florida and the ^University of Central Florida. Because of 
* .its unique characteristics, they also excluded faculty members at the U.S'. .Defense 

Information School. ' p 

q The questionnaire -contained 60 questions. Twenty-six questions in one 
section asked for the respondents' age, sex, race, salary, current academic rank, 
.. • and, highest' earned degree. The questions also asked about other variables that 
might affect faculty membe'rs 1 satisfaction; with the^r jobs: the number of classes 
they teach during a typical term, the number of years they spent working as 

4 professionals and as teachers, the number of years' that have passed since their 

r 

last promotion, the amount of time they devote to research and administrative 
duties, their involvement in professional organizations, their career goals, 

and their publication records. ♦ 

* n 

^Anpther section asked, respondents to use a five-point scale to descriB^ 
their satisfaction with 20 variables associated with their jobs. , The variables 
included their salaries, students? colleagues, chairmen, teaching loads, physical 
working conditions, and requirements for tenure and promotions. The five-point 
scale included the statements: "Very Satisfied, " "Moderately .Satisfied," "Neutral," 
"Moderately Dissatisfied," and "Viery Dissatisfied ? y Respondents also were given 
the option of answering "Not Applicable." 6 <*, ^ 

Th>e third section asked respondents to describe ttfeir agreement with 14 
statements about their jobs. The statements concerned the assignment qf challenging 
responsibilities; feelings of achievement they derive from their teaching, research, 
and service; the recognition of their achievements; the equitable distribution of 

ERIC ' ■ > 
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sklaries, promotions, and merit increases}* and the relative importance of teaching 

\ % » 
and research forepersons seeking tenure and promotions at their institutions. 

A five^oint scale used to respond to^'the statements in Section III included 

the AtWments: "Strongly Agree , 11 ?Agree," % "Neutral," "Disagree and "Strongly' 

Disagree. Respondents also were givdh the option of answering "Not Applicable."/ 

• \ ; '. . ' 

(A cop>Aof the entire questionnaire appears in Appendix A) .- 

\ ^ 
To Wourqge a high response rate, a cover letter stressed the fact that the 

4 - * \ ; # 

study was^ being conducted in cooperation wit]^ the American Society of Journalism* 

\ * 

School Administrators anti with the Teaching Committee of the Mass Communication • 
and. Society^ Division of AEJ. Also to encourage a £igh response rate, all the 

respondents were assured of their complete anonymity. j 

\ ' t : 

•Because tof some time limitations, ahd because It was impossible to determine 

\ • t 

m \ 

which faculty Wmbefs responded to the survey, the, authors were unable to mail 

( followup questionnaires to those who did not, resppnd. 

\ * * ' 

The authors did not formulate any hypotheses b^panse the previous research - 

did not suggest Any uniquely applicable to faculty membeK ,in the specialized 



fields of journalism and mas* communications. Instead, ^the findings reported 
in the following sections of this article are descriptive. 



/ 

Results land Discussion 



A total of 316 faculty members responded tq 'the survey: 99 assistant professors 
110 associate' professors, 106 professors, and one person holding a rank ineligible 
for inclusion in the analysis. . / ^ 

Most oftfthe respondents are white males. Only 35— 11.1%— are women, and only 
• , V . . 

10— 3..12--are members of a minority group,. The minorities include 6 blacks, 2. 

American -Indians, and '2 persons who checked' an "other" category. Because so few, 



blacks are in the field, it is impossible' to make any meaningful comparisons or 

to compute any .tests of significance for. the variable of race, ' % — 

The women hold significantly lower rdnks than tfceir male- counterparts : 62.9% 
of the women are assistant professors, compared to 27.5% of the men; 31.4% of the 

4 x 

women are associate professors, « compared to^ 35.4% o*f the men; and 5.7% of the woirfen 

are professors, compared to 37.1% of the qjen (X 2 = 21.64, df = 2, p < .0001). Of 

the 35 woraen, only 2 are professprs.- m \ 

The respondents 1 ages range from 26 to 70.' The mean is 48. % Twenty-nine percent 

of the respondents are 55 or older, suggesting, that faculty members in the fields of 

^journalism andmass communications tend to be old, and that dozefts of jobs are likely 

to become available due to retirements during the next* decade. The retirements^ also 
* * • 

may. open more senior positions for younger faculty members. ■ 

^Fifty-ori^ percent" of the respondents said their highest earned degree is a 
fh.D. By comparison, 5.4% hold' a B.A., and 36.7% hold an M.A V . About 7% bold • 
some other degree,* oft^n a J.D. or Ed.D. y 

Faculty members with. the highest earned <\egrees al'so hold the highest ranks. 
Forty-four percent of the M.A.6 are assistant professors, compared' to 19.9% of 
-the Ph.D.s; 32.2%'of the M . A . a are- associate professors* compared to 38.5% of . the 

Ph.D.s; and 24.3% jof the M.A.s are -professors^ compared to 41.6% of the Ph.D.s> 

2 > * « 

(X = 20.26, df ^ 4, p < .0004). Fifty-four percent of the respondents have 

received a promotion vrithin the last five yearft> but some report that 15 to 20 

years have passed since their last ^promotion- 

r 

, Mo^: V£spondents teach 2 or 3 classes a term. Seven percent teach only one 
cl&ss; however, 33.9% teach 2 classes, and 42.9% teach 3 classes. '^Thirteen' percent 
teach 4 classes, and 3%^ teach 5 or more classes. The mean is 2*.8. ' 

Virtually all" the; respondents— 94. 3%— have someVprbf es^onal media* experience. 
Seventeen "percent have 1 to 4 years of' experience, ,40.9% have 5 to 10 years-of 
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experience, and 38.0% have 11 or more years oi experience.- The mean.is 12,5 
years. The respondents have even moth experience as college teachefs: a mean 
of 14.6 years. * ' & ' ' 

- ftost faculty members seem 'to accept 1 a teaching joV, and then to retjain that 
job 1 for their entire academic careers. rOnl-y 19.3% of .the respondents have worked 
at their current institutions 1 Jto 3 years. Twenty-one percent' have- worked there 
4 'to* 7. years, 16.8%, have worked there 8 to 11 years, and 42.0% have worked there 

12 'or Wire years. The mean.is 12 years. - * 

• • • 

The average faculty member reported Jtha't he,works 51. 5^ hours 'a week. Only 
7.4% reported that they work «f ewer than 40 hours a week, and some of those 
respondents seem to be parr-timers . Conversely, 26.8% wqrk 60 or more hours'^ 
a week. f \ 

y * * ' ^ . 

'Eighty-six percent are assigned some administrative duties. .However, 31.6%; 
* % . ' 

said they devote no more than 10% of their time to those duties'. Only 19.6% devote 

more than 40% of their time to administrative! dirties. The' mean is 21.8%. 

Fifty-five percent of the respondents als<? reported that they devote 10% or 

less of their time to re^earqh. . Only 11% devote more than 30% of their time to, 

research. 'The meari is 15.4%. 
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fhe respondents belong to an average of 4.3 professional organizations. 

However:, 55.7% do not serve as an officer in any <of the organizations.' Twenty- '* 

eight percent serve as tfn officer in 1 organization, and 14.9% ^erve as* an officer 
» * » 

in'^two or more .organizations . / 

The respondents also were asked to list the number of articles -they have 
published during the last five years, and to list .the number of articles that 
they have published in national refereed journals, such 'as Journalism Quarterly . 
The mean is 12.8, but that number i<3 'inflated by the. answers of a few faculty 
members who said thety published several hundred articles. For example: aYi 
< a * - * * ' ' " " 



asst>ciate^rofessor said he wrote "500 to 600 news stories, fcqlumns, reviews." 
The median, a jnore accurate reflection of the" average faculty member's 
productivity, is 3.4:- Th* mode is zero. •> . * 

» 

% • Twenty-two percent of the respondents said they have riot published any articles 
m . ' j ' ' . ' 

during the last five years. Seventeen percent" have published 1 or .2 articles, 19.0% 

have published 3 or 4 articles', , 20 . 0% have published 5 to 9 articles, and 21% have . 

.published 10 or more. > . 1 

' * 

The numbex of articles published t in national refereed journals is 'dramatically 
lower. A Majority of the respondents--54*. 2%— saiVtHey have not published any ■ 
articles in national refereed 'journals during the last five yefers. ' Thirteen percent 

* # » 

have published 1 article in 3 national refereed journal, 8.0% have published 2 . '• 

articles, 7.3% have published 3 articles, 3.8Vh>ve published 4 articles, ^nd 

• j ' ' I ' . ' 

2,5% have published 5 articles. Eleven percent published 6 or more. ' The individual 

high* is -35,* but the median is less than one. , The mean- is 2.6. . ,; ■ 

■ t "Sixty-one percent" of the respondents listed teaching as their primary career 

goal, 8.9% listed administration, and 8.6% listed research. Thirteen percent listed *- 

•a combination of' teaching and research, but only 1.9% listed' a combination of teaching' 

and administration. Eighteen faculty members— 5. 7%— listed other goals , usually' 

consulting, retirement, or jobs in private industry.' - 

An overwhelming majority of the respondents— 94. 1%— said university professors 
should be given merit increases for outstanding work, and 76.1% said their institutions 
award merit increases. However, only 34.6% have received merit increases for the last 
five consecutive years. The mean^s 2.9. 

Finally, 7.3% of tha respondents said they earn less than $19 > 999 'for 9 months. - 

Sixty-two percent earn $20,000 to $29,999, arid 25.5%' earn $30,000 to' $39,9*99. Only 
> * • * » 

4.7% earn more than $40,000. Curiously , *th* respondents were more willing to report' 
their salaries than their .ages*. . t 



The faculty^members who earn the highest, salaries tend to h^old the higbefet 

academic t ranks, td* have more years of, professional experience, to -puBlish more' 

articles in refereed journals/ and to devote larger percentages .of their. time ' 
4 • „ v » . * \ .1 • ' . 

to administrative^-duties . • W ' • " ' 

Excluding "the faculty members who 'did- hot answer^ the following questions, or 

who marked them "Not 'Applicable,'" 84% of the respondents said' they "are "very" or • , 

' * • ■ J- 

"moderately^ satisfied with, their jobs, and 88% said they are very or moderately , 

satisfied with their lives, apart from wo^k. Only. 12% are dissatisfied with their - ". 

jdbs, and only ^.6% are dissatisfied with. their, lives. 

Five items associated with their jobs are especially satisfying: tne freedom 
faculty members are given to dp .their work, their relationship with their colleagues, 
their relationship with their chairmen, their -teaching Joads , and th©ir opportunities 
for professi6hal growfeh. ' Ninety-four "percent of the respondents said they, ffre very 
or moderately satisfied with their -fraedom, 77.6% 'are satisfied with their relation- 
ship with their colleagues, 74/7% are satisfied with their relationship with their 
chairmen, 68.8% are satisfied with their' teaching loads, and' 68. 9% are satisfied 
with their, opportunities for professional growth and development. 

Sixty-six percent of the respondents also are satisfied with 'the support their ' 

1 • , « ' v ; , 

departments provide for their teaching; however, only 42.2% are satisfied with" the ■ 
support their departments provide jfor their, research. • . ' ' ' 

Four other items seemed to be especially dissatisfying. TMrty percent -of the 
respondents «aid they afe dissatisfied with their- physical working conditions, 34?9% 
are dissatisfied with their salaries, 35.1% a*r£ dissatisfied with. the support their; 
universities pTovide'for their teaching, and 40*9% are dissatisfied with the 'suppprt 



their universities provide for their research* 



\ J7ie Jesuits consistently showed that -faculty members are more siisf wtth" 
their departments than with their colleges o ^universities; For example: 55.5%. 



of the respondents said' they are satisfied with their departments 1 .annual' ■ 

evaluation of tHeir work, but only'. 45,4% are satisfied with their colleges'' 

actual 'evaluation of their work, and only 43.3% are satisfied with their 

universities 1 annual evaluation of their work (See fable I) . ' * 

Nbne^f the variables correlate very^strongly with the respondents' overall. 

satisfaction with their .jobs. However, some of the variables correlate with each, 

^otber^ For example: the faculty members who earn the highest salaries are ' '. 
' - " - St 

significantly jnore satisfied with'their salaries— but not-with their iobs ' 

Similarly, the faculty members with -the lightest teaching loads are significantly 

more satisfied with their teaching, loads—but not with their fobs. 

Other responses to the statements infection III reveal that '79. 2% of the faculty 

members agree that they are assigned -challenging responsibilitiet . However,* they 

derive greater feelings of achievement from their teaching than 1 rom their research 

or service. Eighty-five percent of the respondents said they "have a real feeling 

of achievement from my teaching." By comparison, 71:4% said they derive feelings 

of achievement from their service, and .only 58.2%— about half— said they derive 

<s » * 

feelings of achievement from their research. Sixteen percent considered the 
statement about= research inapplicable, -apparently because they conduct no 
research. 

Contrary to their personal preferences, the respondents said they are more " 
likely to be awarded tenure and promotions because of the i^ achievements in the 

» « 

field of- research than because of theifcachievements as teachers. Seventy- five 
percent of the respondents agree that tenure at their institutions is related 
to research, but. only 52.6% agree that tenure also is related to teaching. \ 



Similarly, 76.5% of the respondents agree that promotions at ^t heir institutions^ 
are related to research, but only 52.6% agree that promotions also are' related 
to teaching. • ' 



Several .of the respondents who recognized those trends vehemently objected • 

- • *' 
to them. For example; a respondent who strongly disagreed with the statement that 

tenure is related to teaching at his* institution commented, "But that's not how it 
should be." ' ' * v « 

i • .. .-/» «! 

# A majority: of the respondents'— 67 . 4%~ said they're satisfied with their 
institutions' requirements for tenure; and 6*4,4% said they are satisfied' with 

f 

their institutions' Requirements for promotion. However,' many 'of the ^respondents „ 
complained that the requirements are not administered fairly. Only 52 4% of the * 
respondents agree with the, statement that promotions at their institutions are ' - 
awarded fairly, and only 48.7% agree that "salaried and other benefits here are 
distributed fairly." * An^even smaller number— 41. 5%~agree .that merit increases" 
are awarded "in a fair and equitable manner" (See Table II). 

Which groups of faculty members are most saTJ^fied with {heir j^bgl. Because 
of the small number of respondents in some cells, it was impossible to calculate 
tests of significance for every variable. Nevertheless, faculty members^with many 
years of professional experience tend* to be more satisfied than their less ^ 
experienced colleagues. Faculty 'members who teach the fewest classes and who earn 
the highest salaries also tend to be more satisfied with their jobs. For example: 
100% of the faculty members who ea^n mpre than $40,000 said they are very or 
moderately satisfied with their- jobs compared to '75% of ..the faculty members ' 
who earn less than $20, €00. However, the differences are not large enough to 
be statistically significant.. \ ' '. 

^Faculty members Satisfied with their lives, apart from wo'rk, also are 
jnore satisf±ed-with-their- jobs-.- - ,- • * 

Differences in the satisfaction of men and women seem to be minor.. Fortv- 
six percent of the women said they are "very satisfied" with their jobs , 'compared 
to 39.1% of the men. However, a larger percentage of the, men than women said they 
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are "moderately satisfied" with their jobs.. So overall, a total of 84.3% of the 
men- and 77.1% of the women, are very or moderately satisfied with their', jobs. 

Men also are slightly more^satisf ied with their institutions' requirements " 
for tenure and promotions. Sixty-eight percent 6f the men are satisfied with 
their tenure requirements, compared to' 61.7% of the woJen. " Similarly, 65.6% 
of the meri are satisfied with the^r-promotion requirements, compared to 53.1% 
of the. women. None of the women, but 21% of the men, are "very satisfied" with ' 
their promotion requirements. \' 

At first glance, the respondents' answers to another question may puzzle 
some readers. Seventeen respondents sa^d their highest earned degree is a B.A. , 
' and all 17—100%— said >hey are satisfied with their jobs'. By comparison] 82.8% ' 
of the respondents^with an M. A. and 81.4% of the respondents with a' Ph.D. are ' 

satisfied wi^h their jobs. But even more dramatically, 76.5% of the B-.A.s are 

* /• . " S» . 

"very sat^fied" with their jobs', compared to only 38.8% of the M.A.s and 38.5% 

of the Ph.D.s." ~ .¥ 

, Logically', observers might expect the, Ph.D.s to be more satisfied than the 
M.A.s, and the M.A.s to be more satisfied than the B.A.s. However, the B.A.'s are 
more likely to be distinguished professionals 1 -*^ a great many years of practical 
experience. Because of their ages and distinguished backgrounds,' the B.A^s>may be 
hired as associate>r full processors and may" be exempt from the normal pressues 
to earn higher degrees, publish scholarly articles, and strive for tenure and 
promotions. Some M.A.s also have had long and distinguished professional careers. 
Sixty-nine. percent of the B.A.s also are. satisfied with their institutions' 

" requirements for tenure, compared to 72.6% of the M.ATs and 66. 7% -of the Ph.D.s. 
Eighty percent of the 'B.A.s are satisfied with fheir institutions' requirements"** 

"^r^prbmotions, compared to 61.9% of the M.A.s and 66.0% of the Ph.D.s. 

A 
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^ Another variable— tenure— seems to have a greater effect upon the faculty 

members' attitudes. . Seventy-one percent of the respondents hSe tenure, and 

85.7% of them are satisfied with their jobs, compared to 77.7% of the persons 

without tenure. Seventy-seven percent of the faculty members with tenure also 

are satisfied with their institutions' tenure requirements, compared to only 43.1% 

' ' ' ' * . i \ 

of the nontenured faculty members (X 2 « 36.96, df « 4„p< .0001). Similarly, 

71.4% oX/the tenured -faculty members are satisfied with their institutions' 

promotion requirements, compar% to only 45.3% of the nontenured faculty memoirs- 
2 • • 

- . (X = 30.16, df = 4,- p < .0001). 

* 

The respondents' satisfaction with their jobs seems to be unrelated, to their 
primary career : gbals (teaching, research,, or administration). At least 84% of the s*» 

- - ' % X 

respondents pursuing 'each of .the three career goals said they are satisfied with / 
, their jobs. However, faculty members whose primary goal is research are more 
•* satisfied with -their institutions.' requirements for tenure and" promotions, 
apparently because of their institutions' emphasis upon research. * '. 

. Eighty-eight percent of the faculty members "interested in research said they ' ' • 

✓ i 

are* satisfied with, their tenure requirements, compared to 63.1% of the faculty 

\ ' ' ' 

members. interested in teaching. Similarly, 87.5% of the faculty members 'interested 

• in research are. satisfied with their promotion requirements', compared to 59% of, the 
faculty members,, interested 'in teaching". 

The respondents' satisfaction with their jobs is not associated with the 
amount of time they devote to- administrative duties, the number of classes' they 
teach, the number of years that have passed since their' last promotion, or their 
teaching specialty (writing and editing, history, law, or photography , ' f or example). 
Jhe respondents* job satisfaotion also is unrelated to the number of years they 
have taught. Thus, there^is no evidence of "burnout"— the popular notion that 
workers become tired, bored, or discontent with .jobs they have^held for many years..' 

EMC • ,16 . 
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. 'The faculty memberS 1 characteristics and attitudes toward several other 
variables seem related" to their academic ' ranks (See Tables , III and IV). 

Senior faculty members have significantly more professional experience than 

2 

their junior-ranking colleagues (X =19.77, df = 10, p < ,05fr^ Senior, faculty 
members^ also have worked at their present institutions for. significantly longer 
periods of time and are significantly more likely to have tenure. Seventy-three * 
percent of the faculty -members without tenure are assistant "prof essors. 

As expected, senior faculty members also are more satisfied with their jobs.,. 
Forty-seven percent of the 'professors said they are very satisfied* with their iobs, 
compared to 40% o,f the associate professors and to ohly 32.3% of the assistant 
professors. - ' , 

V 

Other data show that senior faculty members receive more rewards— higher 
salarie^s, more promotions, more merit ' increases , and lighter teaching loads,\for ' 
example. They also are much' more likely to believe that the rewards are ' 
distributed ' fairly. ' ' * 

Seventy percent of the professors said they are very or moderately satisfied 
with their salaries, compared to 52.8% of the associate professors, and to only 
41.8% of the assistant professors (X 2 = 32.31, df = 8,- p < .0001). Moreover, 
61% of the professors agree that their salaries are distributed fairly, compared , 

y 

to 50.4% of the associate professors and to 33.7% of the lower-paid assistant 

2 ■ '- • * 

professors (X = 19.74, df ■ 8, p"< .01).. 

• Senior faculty members are significantly more likely to receive 'merit increases 
2 ■ 

(X = 21,,15, df - 10, p < .02).,' and to believe that their institutions award merit 
increases in a fair -and equitable manner. Forty-eight percent of the professors 

•agree that the merit increases at their institutions are awarded fairly, compared 
to 49.5% of the associate prof essors and to only 25.0% of the assistant professors 

.(X 2 = . 17 . 47, d f = 8-,-p-X .03)., _ ; 
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Senior faculty members also receive more recognition and support for their 
worfc>~ Forty-nine percent of the professors strongly agree with the statement 
that their chairmen appreciate and recognize their achievements, compared to 36.9% 
of the associate professors, and ^9.3% of the assistant professors (X 2 = 18.87, df= 
8, p c .02). Similarly, senior faculty members are more likely to agree that their 
, college and university administrators appreciate and .recognize their achievements 
' (X 2 = 31.38, df = 8, p <. .0001). • 

Senior faculty members are sigplf icantly more* satisfied with their^teaching 
loads—but not with the quality of the students enrolled in their classes. The 
latter finding' is surprising, since the senior faculty members at most institutions 
are assigned upper division and graduate courses which, presumably, attract better 
and more highly--motivated students. 

A 

Not unexpectedly, the senior faculty members are more satisfied with -their 
institutions' requirements for' tenure and promotions. Seventy-eight percent of 
the professors are very or moderately satisfied with their tenure requirements, ' 
compared to 71.3% of the associate professors ^nd 52.6% of the assistant 
professors- (X 2 = 30.46, df = 8, p 4 .0002). Senior faculty members aiso are 
^ significantly more likely to believe that promotions are awarded fairly (X 2 = ' 

38.59, df = 8, .p < .0001). „ • * , 

i " * - ' ? . . .. 

Faculty members in aLl three ranks agree that both ,tenure and promotions are 

associated with research. However, the senior faculty members are significantly * 

more ^likely t^o believe that the persons seeking tenure and promotions also must 

be good teacheVsT Sixty-one percent of the professors agree t|at tenure is . 

related to teaching, compared to 57.9% of the associate profesjors -and to onky 

38.1% of the assistant professors" (X 2 = 17.58, df = 8, p / .02). 1 
J 

^Senior faculty members are slightly more satisfied with the support their 
departments provide for their teaching. Similarly, 56. 0% of the professors are ' 
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satisfied with the support their universities provide for their teaching, compared 
to 48.6% of the associate professors and to 34.4% of the assistant professors' - • * 
(X = 20.69, df = 8, p <* .008). 

However, there are no apparent differences on the issue of research. Instead, 
acultymembers holding all v .three ranks are critica^ of the support provided for * 
tjjeir research. Thirty-eight percent of the professors', 43. 5% .of the associate 

* & * 

processors, and 41.2% of the assistant professors said they ate dissatisfied - 
with "the support their universities' provide for their research.". 

' Faculty members in all three ranks, work about the s«me numbejof hours each 
j week and devote about the same percentages "of their time to research. However, 
, associate ^professors publish the greatest number of articles. 

. Fifty-four percent of the associate professors published 5 or more articles 
during the last fiveNyears, compared to 38% of the assistant professors and .35.9% 
k of. the professors. Only 14.5% of the associate Rrofessofcs reported -that .they have 
not published any articles during the last five years, Compared' to 23. 2* of the 
assistant professors and 26.4% of the professors. The number of articles published 
in national refereed publications does not vary by rank, however. 

The pattern was not unexpected. Tn'l973, Cole and Bowers reported that, "An 
inverse relationsl&p existed between professorial ranks and* productivity of articles. 
Cole and Bowers explained that assistant- professors published more articles than 
associate professors, and that associate professors published more articles than 
professors. ■ , • 

Briefly, other "comparisons between assistant professors, associate professors, 
and professors reveal that: I 

♦Faculty members in the three different , ranks are equally satisfied with 
. their lives, apart from work. 

♦Faculty members in the three different ranks agree that they' all enjoy a* 

great deal of freedom and that they all are assigned challenging 

^ *" 1 ft 

responsibilities. , aJ, 

1 
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*Faculty members in the three different ranks belong to about the same 
number of professional organizations and serve as officers in the same - 
number of those organizations . , • * • ' 

• '♦About two-thirds of the faculty 'members in all three ranjcs say their 
primary goal is teaching, and the faculty members in^all three' ranks 
derive their greatest feelings of achievement from teaching. 
*Senior faculty members are, slightly more satisfied wrfffthfeii; departments' 
physical working conditions and with their opportunities for professional 
growth and development. , • • 

*Senior faculty members are more satisfied with their relationship with 
a ' • 

the^ir colleagues, and the result* approach significance (X 2 = 14:56 * 

. df - 8, p <. .07). - • r • " 

*Senior faculty members express slightly more interest in administration - 
! and slightly less interest in research, than their junior colleagues/ - * '. 
They also derive slightly more satisfaction from their service activities.' 
* Senlor faculty 'members are assigned lighter teaching loads .^-Thirteen 
percent of the professors teach .only 1 *c'lass>, compared to '5.2% of the : . 
assistant professors. Conversely," only. 31.1% ol the professors teatfi 
three classes, compared .to 50% of the assistant professors. 
' ^ 1 ' '* 

Other trends- may she of special interest to department chairmen.' Sixty-nine * 

* J 

"percent of the faculty members are satisfied with their relationship with their ' 
chairmen, and 59.4% are satisfied with ttje way their chairmen sup.eryise their 
departments. ' » * A ** ' 

% a 

The faculty members' "raiiks seem unimportant— faculty members '*n all three 
ranks generally express satisfaction with' their chairmen. Sixty-three percent > 
-y, of the professors, 67.3% of. the associate professors , and 58.8% of the assistant 
professors are satisfied with -the way their chairmen supervise their departments. 
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Faculty members clearly prefer chairmen who are democratic rather thai} 

.autocratic. Eighty-five percent .of the faculty members very or moderately 

satisfied with theis> chairmen also said th^t their chairmen are democratic. 

Conversely, 50%, of the faculty members moderately or very dissatisfied with . 

their chainhen said their chairmen afe not democratic • 

* * * 

Eighty-one percent of the faculty members who are very satisf ied*with their 
jobs also are very satisfies with their "chairmen, compared to 58% of the persons 
moderately satisfied wJ,th their jobs, 40% of those moderately dissatisfied, and 
7.7% of those very dissatisf ied . Conversely, almost 84.6% of the faculty members 
who said they are ve^ dissatisfied with their. jobs also are dissatisfied with 
their chairmen . ' 



Faculty members satisfied with thelf' chairmen also tend 'to- be saj^fied with 
several other variables. For*example: >. ' ' 

;* . ■ • -\ 

,*Fifty-orie percent of -the faculty members very satisfied with tl^eir 

■ * - < ,; * 

chairmen also are very satisfied with' the. way in which their is r 

evaluated by their departments, compared to 17.7% of the faculty members . 

moderately satisfied with their chairmen, 4,8% of those, moderately 

dissatisfied, and 6.4% of those very dissatisfied (X 2 = 138.74, df = 16 

4 » t • 

p <: .oooi). . . . * - 

*Forty-nine percent of the faculty members very satisfied with their chairmen 

* * 

also are very satisfied with their teaching loads, compared to 29*.2% of those 
moderately satisfied' with their .chairmen; 2217% of those moderately . 
dissatisfied, and to 9.6% of those very dissatisfied. . " 
*Fifty-seven percent of the faculty members very satisfied with their chairmen 

are very satisfied with their colleagues, compared to 38,-2% o'f those 

* ****** N ■ * 

• .moderately satisfied, 9% of those moderately' dissatisfied, and 12 jH 

* 

of tttose vgry dissatisfied. , - 
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^^%^* th their chairmen tend to be more satisfied I — 
^^given to do their work and with the support -their 
universities P^<^^^^h^r teaching and research. They |^ are more v 
^ likely to say th^ir f gj^Sflfe^appreciate and recognize their achievements, * ^ 
•and that salarie^^m^iohs, Wrllr ixicreasee, and other benefits are " . 

distributed fairly % * , * - / 

* * . • » 

. • - •» ■ . . • - - » . . 

Dozens of the respondents, made some additional comments— and 90%' of .their ' 

* Cr 

comments concerned a single issue: merit pay*. 

-The respondents were asked whether their institutions award' merit pay, and 
a faculty member who has taught at the same," institution for 28 years replied^ 
"Nobody really kn^ws.'* 1 Several other- respondents also said, "I don't know," 
and one explained: "I .have virtually no idea. Private institution; all is 
"^secret." * „ t • r 

/ . . _ 

• Other faculty members said their institutions award merit increases— but . *• 
that they are not centain whether ^>hey have received any of those increases. The 
faculty members explained: "Can't tell'/' "Hard to know," and "We are not informed 
directly." Still other faculty members complained that their merit 'increases are 
"small," "poor," "token," and. "given i* name only." One of the respondents added 
that the increases at his institution "are called merit, but are essentially small 

9ft 1 * ' <\ 

annual increases with virtually no > discrimination by 'merit. 1 " - ^ ' 

S ' , , .' ■ * 

An even greater number of the respondents complained that merit increases are 

awarded unfairly. Ttfey said:' "The system is misused by administrators " and tjiat, 
„ - •. . *.\ , ' « * \ ■ 

"It does not go./fqr true merit but becomes a political thing-" 'Even a department 

complai 



.chairman explained: "University claims merit* increases given for outstanding work: 
\ In reality, process is political. ' Merit - increases under cc^rol of college dean."" 
Finally, several faculty, members'^scpressed dissatisfaction with the continuing' 
conflict between the experienced professionals and the researchers found on 
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journalism faculties. One respondent asked: "What is research? Do you mean * 
publication, ot do you mean searching professional journals for up-to-date material 
for class use? Or, is it jawbofting witl\ professionals #nd picking their brains on 
what graduates "need in order to win the battle for survival in~the outside world? 
I happen tq believe that thfe latter two are as important as the first^of the set." 

A colleague at another university add£d, "Obviously, a well-balanced journalism 

* * s 

department calls tor people with a strong background apd performance in the 
profession and in research. However, the latter continues to carry more clout 
among* administrators than does the former. 6 '\ 

' ' • ' - ; 

A factor analysis was performed ^o search f or^associations among the items that .» 
could best be used in* any future assessment of the job satisfaction of facuilfc/ ' a 

members (See Table V) . 'I * ■ 

* * * * 

The final factor solution is the result of a varimax rotation by SPSS 15 * of 59 " 
variables from the job satisfaction questionnaire. Thirty variables loaded on one 
of nine factors with eigenvalues above 1.0. Twenty-aeven of the variables did not 
load, on an acceptable factor, and two variables loaded on two ^factors and were deleted 
from the table. One variable, teaching area, was deleted from the analysis. The .alpha 
coefficient for the job satisfaction items is .91. Alpha for the agree*items is .84. 

Three-hundred-and-sixteen respondents for 59 variables met the minimal 2-to-l 

subjec^t-to-varia.ble ratio required for factpr tanalysis . A .40-. 30 standard required 

\ ' 
a. variable to load a minimum of .40 on abactor and less than .30 on any other factor. 

' * ' ' w ' 

After rotation, Factor I accounted for '35.3%~ of -thfe variance and factor II 

. f S' ' 

accounted foV 12% of the variance. Together, the first two fadtors accounted for 
* • * ■ 

almost half .the total variance '(47.3%). Factor III accounted for 9.0% of the 
variance, and the last six factors together accounted for 27% of the variance. 
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The ."first two factors are consistent with other job satisfaction studies ^ 
which show that job supervision and* age are important concepts in job satisfaction. 

\ • 

Factor I appears to be a "chairman" factor, since four of the variables to load 

with the factor relate to the. chairman . The two remaining Variables in the . ' 
. factor, freedom to work and relationship with colleagues, are variables that 

can ^involve chairman input. ' 
• % . Factor II appears to be a "seniority" factor. Years-in-service variables load 

most highly, with age, tenure, and rank loading well above *40. ' V * 

Factor III is a complex factor with two of its variables also loading on 
2 . « 

other factors. Nevertheless, it can be labeled a "s'upport ,f factor; specifically, 

a support-for-research factor. The three' important variables are satisfaction with 

department support for research, with -university support far research, and with 

opportunities for professional growth. The two complex variables are satisfaction 

* \ ' . <• » • 

with university support' for^teaching and with teaching load. 

Factor IV is labeled an -"evaluation" factor.- Satisfaction- with the*, college 's 
evaluation, ofifcwork -and with the university^ evaluation of work load heavily. Two 
additional variables, satisfaction with the department's evaluation of work and 
agreement that administrators appreciate and recognize achievements, load on 
Factor -IV but are complex and load also on Factor I. 

Factor V developed from two agreement variables : - feelings of achievement 

from teaching and from service. A related' variable , feelings of achievement froitf 

v 

researph, also loads on Factor VII with two descriptive variables: time devoted " 
to research and the v number of articles published in ref ereed journals. The 
negative loading; -.52, is positive to the factor because agreement was scored 

1 and 2 on the questionnaire. ' (Disagreement was scored 4 and 5). 

• - ' 3 . A 

Factor VI is a source-of-advancement factor (teaching) , and Factor IX is 

a second source-of-advancement factbr (research)*. f 



^ Factor VIII is a' "requirements" factor. Loading orf Factor VIII aVe two 

• r 
satisfaction variables, requirements for promotion and requirements for tenure, - 

and an agreem^fit ^factor, promotions are awarded fairly* but the agreement 

variable also loads above, .30 on Factors I and III. " > d 

^ The results of the analysis confirm resu^s of previpus job satisfaction * . % C 

studies and* -suggest that faculty-members are similar in satisfaction characteristics 

to employees in different occupations, the importance of. the factor to the faculty 

appears 'to lie in their relationship with the work supervisor— in this case,, the 

chairman. Similarly, other studies also 'have found that agd and""seniority make 



up. a Second important area related to satisfaction. All'the remaining faators 
are concepts similar to. those tha* appear in job. satisfaction literature. 

Together,' ttie niae factors appear, to be the most* important ones* to consider 4 
in assessing' journalism faculty job satisfaction.. - "\ ^ 

Thus, most faculty members in the fields of journalism ana 'mass communications 
are satisfied with their jobs and with their lives apart from work. Like the 
workers in other fields, they are especially satisfied with their" autonomy, 
colleagues,, and opportunities for professional- growth 'and development. Conversely, 
many are dissatisfied with their salariesfand working conditions. 

■ Mtfst faculty members recognize the impor^nce of research, especially for ** 
tenure and promoti%ns. Nevertheless, a majority devote l(p or less of their^tirae 
to research and have not published any articles in national, refereed journals 
during the last five y^ar^; \ , 

Faculty members are satisfied with the' support their institutions provide ^ 

for theiij pGaching^ but ^are critical of the support provided # for their research. - 

The lackjof support provided for research may help explain, the fact that so many 

faculty^members— even senior prof essopsr— publish so few articles. ~ 
* • 
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•Senior faculty members receive many more rewards than their junior colleages; 
higher- salaries, .smaller , class loads, and sa.forth. Senior faculty members ajLso'afe 
more satisfied with many of the variables associated' with pheir jobs. But despite 
their^ privileged positions, they ate not more productive. They do not work longer, 
ho.urs. They do not bfelong to^more professional organizations** they- do not serve * 
as officers in more organizations/ They do not v publfSPtjJmore articles. * ' 

>ProfessoBs may be less productive researchers because" they devote more time 
to administrative duties,' or because they no longer must strive to meet their ' 
institutions' requirements for .tenure and promotions. However, one of the 
respondents offered another explanation. He complained : "Tenure and promotion < 
Standards have be>en changed in recent years, so* that some senior full professprs 
on the campus would not be tenured under our new standards. Newer professors of 

lower rank have to prdve greater ^achievement than applied when these lesser^- 

-V * • 

producers became- tenured anji reached full." 

Most faculty members are satisfied with their requirements for tenure and 
promotions, but sizable- numbers complain that tenure and promotions* ate not 
awarded fairly. ' Few seem to blame their chairmen, however. Faculty members 
are consistently more critical of their colleges and universities. " . \ 

Administrators who want to learn more about the- satisfaction of the faculty 
members at their institutions might give them copies of the questionnaire used in 
titis study, then compare the^esults wit;h these national bindings-; Administrators 

who "reuse tlie questionnaire might: ask respondents to list the books as well as the' 

w * V * 

arpicles they have .published. They also might specify the types of articles that 

should pe reported. - 
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The average respondent 4s a 43-year-old white male who holds a Ph.D. , teaches 
- ' 2 or 3 classes a term, and has 12.5 years of professional experience and 14.6 * " 
years of teaching experience. He works 51. S hours a week, but devotes no more 

than 10% of his time to research, and published 3.4 articles during the last 

>' ' ' 

year. However, few of those articles (perhaps none) appeared in national 

refereed journal's. 

Most of thVre§pondents are satisfied with .their jobs, and they are especially 
. . satisfied, with: (1) the freedom they are given to do their work, (2) their^ 
relationship with their colleagues and chairmen, (3) their teaching loads, 
( 'and (4) their opportunities' for' professional grovth. The respondents are most 
dissatisfied with their physical workiiig conditions, salaries, and the support 
provided for -their research. L 

Most of the respondents prefer to t&axXT but say they must engage in research' 
. to obtain tenure and promotions. Many complain that .tenure -and promotions at their . 

^ institutions are not administered fairly.^" * 

'I • • ' . #\ 

Differences in the satisfaction of men and women seem to be minor. However, ' 
V • . * - 

^ faculty members with tenure are more satisfied with their jobs, and so are senior 

'faculty members. The senior faculty members receive significantly more rewards 
-and are more likely to believe thatthe rewards are distributed fairly, Never- 
theless** they do not seem to be more productive than t^eir j unior^col leagues . 
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Variable 

1. Overall freedom g 

2. Life apart from work 

3. Job 

4. Relationship with colleagues 

5. .Relationship with chairman 

6. Teaching load 

. 7. Opportunities for growth 

8. Dej/t. support for teaching 

i 

9. Tenure requirements 

10. Promotion requirements 

11. Quality of students 

12. Physical -working c^iditions 

13. Chairman's supervision 

14. * Salary 

15. Dept. evaluation jpf work 5 

16. Univ. support for teaching 

17. College evaluation of work 

18. Univ. initiation of work 

19. Dept. support for research 

c 

20. Univ. support for research 
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Variable 



Table IT 



1. Derive feelings of 

achievement from teaching 



2. Given challenging 
f espon sibi 1 it ie s % 



>£romotions are 
relatech-fco^research 




4. Tenure is 
related to research 

5. ^Derive feelings of 

achievement from service 

6. Department chairman 
appreciates achievements 

7. Chairman is democratic 

8. College and* university 
appreciate achievements 

9. Promotions are 
awarded fairly 

10. Tenure is related 
to teaching 

IX. Promotion's are 
-f related to teaching 



-12. Derive feelings ©f 

achievement /rom research 

13. Saiarie.6 awarded fairly 

14. Merit increases 
are Awarded fairly 



41.9% 43.5% < 8.3% 
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34.0% 



5.1% 



36.2% 42.9% 11.2% . 7.7% 



31.9% 44.6% 14 .'l% 7.4% 
> 




30.8% 15^6% 
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1.3% 0.3% 85.4% 



1.9% 0.9% 79.2% 



2.0% 3.2% 76.5% 



1.7% 3.8% 75.2% 



2.6% . 1.6% 71.4% 



6.1% 
9.5% 




5.4%, -68 ; 8% 
5.4% 66.3% 

0.9% 57.1% 



15.9% 36.6% 24.3% '16.5% .6.8% 1.3% X 52.4%' 



15.7% 36; 9% 18.3% 17.6% llr.4% 1.3% 52.6% 



15.7% 36.9% 18.3%- . 18.0% ir.1% 0.9% " 52.6% 



20.9% 37.3% 24.7% 15.2% ' 1.9* 
14.4% 34.3% 19.6% '22.4% ' 9.3% 

12*. 8% 28.7% 27.3%, 17,0% 14.2% 



15s5% 58.2% 
0.6% 48.7% * ^ 



7.3% 41.5% . 
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Table JII 



Very Satisfied^ Moderately Sat, 



Neutral 



Moderately tils. 



Variable 

1. Overall freedom 

2. Life apart from work 
3- Job 
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Very pis. 



66,7% 67.3% 65.7%?27T3T 
38.8% 48.2% 42.9^ 51 - 0% 
32.3%' 40.4% 47.2% 47.5% 



u 

Ph ^ 

o 

CO 

^ CO 

a \<u 
o *w 
CO o v < 

< P-. 



26.4% 29.5% "~0% 
38.2% 46.7% 4.1% 

45.5% 38.7%' 5.1% 
33.6% 41.0% i 16.. 5% 



4. Relationship &ith colleagues 26.8% 40.0% 44.8% 46.4% 

5. Relationship with chairman 43.9% 49.5% 51.1%: 27.6% 30.1% 21.1% ill. 2% 

! 

6. Teaching load 

* * 

7. Opportunities for growth 



21.4% 38.5% 40.6% 37.8% 
'll.Zl 30.0% 34. 6%| 36^_2% 



31.2% 36.8%j22.4% 

i 

41.8% 41. 3% j 20. 2% 



8. Dept. support for teaching 24.5% 31.2% 33.0%. 35. 7% 34. 9%. 40. 8% 

46.3% 36.3% 
48.1% 46.0% 
44.0% 51.4% j-21.4% 
36. 7% '40. 6% 13.1% 



9. Tenure requirements 

10. Promotion requirements 

11. Quality of students - 



13.4% 25.0% 41.2% 
7.4% 16.7% 32.0% 
11.2% 16.5% 18.0% 



12. Physical working conditions 21.2% 25.7% 24.5% 



'39.2% 
42.1% 
43.9% 
27.3% 



13. Chairman '-s supervision *• 

14. Salary . 

15. Dept. evaluation of work 

i 4 » 

16* Univ. support for teaching 

17. College evaluation of work 

18. Univ. evaluation of work 

19. Dept« support for research 
9 
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.0%V.5% 36. 



14.3% 
24.7% 
18.9% 



7% 



2.0% 6.4% 20.8% 
21.1% 23.8% 3.6.7% 

fr 

9.1% 17.4% 15.1% 
'r 

9°. 2% 17.6% 25.5% 
8.5% 17.0% 24.1% 
11.6% 19*. 8% 19.4% 



26.8% 
39.8% 
23. ' 2% 
25.3% 
21.8% 
23.2% 
27.9% 



2C EFCXC V ^ suPP<*t for research 0PW.il 13.0% 12.8% 20.9% 



29.8% 26.7% 

46.4% 49.1% 

•35.2% 25.5% 

31.2% 40.6% 

31.4% 28.7% 

29.0% 26.4% 

23.1% 24.7% 
25.0% 21.3% 
_^ i 



14.4% 
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11.2% 
\ 

22.1%' 

27.3% 

32.2% 

32.9% 

26.7% 
27.1% 



2.17. 
6.4% 

4.5% 

10.9% 

■7.8% 

7.3% 

8.2% 

ll.'9% 

13.0% 

10.2% 

11.9% 

11.0% 

7.7% 

11.8% 

15.2% 

10'.1% 

21.6% 

23. Q% 

26.4% 
18.5% 



"TTTO f '2.0% 3.6% — 2T97o 
3.8% 6.1% 6.4% 5.7% 



"0T01 — Q. 4 U>o l.U% 
0.0% 0.9% 1.0% 



3.8% 9 
3.7% 8 
11.1% 9 
8.5% 115 

! 

7.7% Il3 

Y ! 

12.6% ]17 
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20. 

17. 

27. 

14. 

28. 

18. 

23. 

21. 

19. 

17 
22 



' 8.8% 

11.01 

10.5% 

7.5% 

11.1% 

6.6% 

15.3% 

17.9% 

'16.0% 

24.1% 

18.3% 
27.7%" 



.1% 7.3% 6.6% j 6-1% 2.7% 3.8% 

.2LH.8% 6,7% 2.1% 3.6% 1.9%' 

.2% 7.8% 11.1% . 8.2%" 4.9%' 5.6% 

.3% 19.3% 12.3% 3,1% 3.7% 1.9%. 

.8% 15.5% 10.6% 7.4% 4.5% 5.8%, 

.3% 15.6% 11.7%! 8.2% 6-. 4% 1.9% 

1 * , 

.'4% 8.3% 11.8%. 8.2% 7.*% 2.0% 

.0% 13.9% 10.0% ;11. 6% 11. It 1.0% 

.3% 22;0% l£.2% 6.1% 5.5%. 3.8% 

,3% 17.4% 23.6% 9.2% 3.8% 

4% L6.3% 14.4%: 12.4% 8.7% n'.i% 

i ♦ 
6% 22.7% 17.9%| 18.4% 12.7% 5.7% 

9% 11.4% 12. 2% j 14. 7% 14,3% 10.2% 

2% 23.9% 19. 8% j 15. 2% 17.4%. 6.6%"' 

8% 13.7% 17.0%:14!'9% 15.7% 12.8% 

5% 16.0% 14.9% 15.9% 15.0% 10/3% 

26.9%. 16^3% 12.1% 10.8%. 



.4% 18,. 7% 

.4% 25.0% 23.4%l 18.8% 18.*5% 14.9% 
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Table IV 

Strongly Agree < Agree , ' >/ Neutral 



Neutral Disagree Strongly Disagree 



4.0% 0.0% 1.9% 



o - r 5 w . o o * M ' 

Variable « J « % * 6 ' I % • J g . S ' ' « J • « 

1. Derive feelings of < < *• < < I J— 1_1 j J L" jj J j 

achievement fro. teaching 3 2.3 Z 45.9% 47/2% 53.5% 42.2% 35.8%' 8.1% 8.3% 8.5%! 5.1% 3.7% 6.«!l.0% 0.0? 1.9% 

2., Given challenging * 

responsibilities 26.3% 43.5% 38.5% 50.5% 38.0% 41.3% 11.1% 11.1% 10.6%; 8.1% 7.4% 7.7% 

3. Promotions are 

related to research 27.1% 31.1% 37.4* 50.0% 42.7% 41.4% 14.6% 16.5%, 11.1% 5.2% 8.7% 8.1% j 3.1% 1.0% 2.0% 

4. ^ Tenure^ is * • , v- ! 

' related to research 26.3% 29.1% 36.4% 45.3% 46.6% 41.4X 18.9% 14*6% 12.1% 1 8.4% '8.7% '7.1%' 1.1% 1.0% 3.0% 

• 5. Derive feelings ctf ^ 

achievement from service 30.6% 39. 3% 39.2% 30.6% 40.2% 34.3% 24*.5% 13.1% 22.5% '10.2% 5.-6% 2 9% 4 1% 19% 1 of 

6. Department chairman - * • 

appreciates achievements, 29. 3% 36. 9% 48 . 9% 34 . 3% 35 . 9% 20. 7% ,24. 2% 10. 7% 12 . 0% 6.1% 11.7% 10.9% 6.1% 4.9% 7.6% 

7. Chairman is democratic 28.6% 35.9%, 38.0% 33.7% 34.0% 28.3% 17. 3% 14.6% 16.3% 10.2% 4.9% .9.8% 10.2% 10.7% 7,6% 
.8.^ College and university • «. 

appreciate achievements 10.4% 19.1% 34>.3% 31.3% 41.8% 32.4% 30.2% 14.5% 14.3% jl6.7% 17.3% 6.7%! 11. 5% 7.3% 12.4% 

'9. Promotions fair 9.4% 1*2.8% 25.0% 22. 9% 35.8% 50.0,% 34.4% 26.6% 12. 5X^2. 9% 17.4% 9.6% 

10. Tenure is related ' 
to teaching v 10.3% 16.8% 19.6% 27.8% 41.1% 41.2% 19.6% 16.8% 18.6%|27.8% 12.1% 13. 7% | 14.4% ,13.1% 6.9% 

11. Promotions are j * * 

related to teaching . 10.4% 15.7% 20.6% 18.8% 43.5% 47.1% 28.1% 15.7% 11.8%;28.1% 12/0% 14.7% : i'4.6% 13.0% 5.9% 

12. Derive feelings of ' ' • '. L 
achievement from "research 16.5% 26.7% 19.6% 42.4% 61.4% 38.0% 25.9% 23.3% 25.0% 14.1% 15.1% 16.3%- 1.2% 3.5% 1.1% 

13. Salaries awarded fairly 9.2% 12.8% 21.2% 24.5% 37.6%" 39.4% 23.5% 20.2% 15.4% 31.6% 17.4% 19.2% 11.2% 11.9% 4.8% 
U " ITawa^deTSirly * ' ^ "'^ 1? ; 9% i 18 '- 2% 36. 2% -30.5% i 37.5% 21.9% 23.2% 18.2% 16.2% 16.8% ; i9.3% 12.4% 11.6% 
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Table. V: ^Factor Analy sis 



Factor I s ~ 

Relations with chairman 
Chaii^nan's supervision of dept. 
Chairman^ recognition of achievey 
Chairman's authoritarianism 
Freedom given to work ^ 
Relationship foith collogues ^} 

Factor II 

Y£ars as a college professor 
Years worked at present inst. 
Years since las£ promotion k . 
Age 

Tenure 
Rank 

Factor III "** 

Deptl support for research 

Univ. support for research 

Univ. support fdr* teaching . 4 " 

Teaching load. 

Opportunities for growth * • 

Factor IV 

College's evaluation of work 
-Univ. evaluation of work 
Dept.'s. evaluation of work 
Recognition of achievements* 



Factor V 



Feelings 
Feelings 

Factor VI 



of Achieve, from teaching 
of achieve, from service 

>n • . • ,. 

Promotion is related to teaching 
Tenure 'is related to teaching 

Factor VII 

Percent "time devoted to research 

Articles in refereed journals 

Feelings of achieve, froid research' 

Factor VIII 

Requirements for promotion 

Requirements for tenure • 
v# Fairness of promotions 

'Factor IX 

TenureTis related to research 
Promotion is related to research 
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Appendix A < 



Job Satisfaction Sutveyy 



t 

Section I, Please circle the response which best describes your satisfaction with 
/ , the fallowing issues. ' 



Very . Moderately Moderately /Very ■ " Not 

Satisfied Satisfied Neutral Dissatisfied / Dissatisfied Applicable 
A - |B. C. D.' / E. * F. 

1. How satisfied are you with your job? * *• 

. A - B - C. . D. E._, . F. 

2. How. satisfied are you with your everyday life., apart from work? 

A ; B. . C. D. ^ E. F« 

• 3, How satisfied are you with your "salary? * 

A * / B - • C. . D. . E. . - F. 

4. How satisfied are you with your teaching load? / 

A - B - C. D. E. F. 

m 5. How satisfied are you" with the quality of the students enrolled in your classes * 
* A. B. C. D. E. F.' 

6. "How satisfied are you with your relationship with your colleagues? 
- A - B. C. ~ 1 d. \ E. F. 

. 7 : How satisfied are you with the support<your department provides for your teaching? 
A * < B - . C. ' D. " E. ' F., 

8. How satisfied ^are you with the support' your university provides for your teaching? 
. At ' " B. • * C. *• D. E. F« 

9. How satisfied are ypu with the, support your department provi'des for your research? 
■ ' >* A - , B - . C. , D'., , ' E. p/ 

10. - How satisfied are yolu with the support your university* provi'des for your research? 

A - : B# ' C * . D* \ E. 4 „ , F. ' 

11. How satisfied are you with' the way in which your work is evaluated by your 
department at the end of each 1 year? 

A - . B - C. * D. j - e/ \ F. 

12. How satisfied are* you with the way in which lyour work is .evaluated by your * 
- college at the end of each year? ^ ■ * , *\ , 

A * B - C. . ^ D/-> * E. ■ 1 * f! 

13. How satisfied are you with the way in* which, your work is evaluated by your 
university at the end of each year? . ' " 

A - B. " C. * D. , ' E. F. 

14. How satisfied are you/'vith the way^your chairnfan supervises your department 9 
A# , B - ' C. H D. E. F. 

^ 15, H ° W satisfied are y° u with y?ur relationship with your department chairman? 

m A - 9- c • \ * - vD, ' ( ; - e. ~ p. 

16. How satisfied are you* with the overall freedom you are 'given to do your work? 

A- B. C. i,D. 4 E.. ' F. 

17; How satisfied are you with your institution's requirements for tenure? 

A, B. . . C. _ D. < E/ F. m . 

18. How satisfied are ^you with your institution's requirements for promotion? 

A. B. % C. , D. E. • F.~ ' 

19. How satisfied are , £ou with your department's physical working conditions? 
- A - B. " # C. . p. E. F. 

O 20. How satisfied are your with your opportunities* for' professional growttuand 
ER]£ ' development? ' - 

"f™ ' A * * B - ' D - ' '35 E* F. 



✓ * K ' 

Section II. Please circle t the response 'which best expresses your agreement or 
disagreement with the following, statements. 

Strongly ^ * * ^Strongly Npt 

Agree Agree Neutral Disagree Disagree Applicable 

A. B. ' * _ C. * D. ;E. F. 

1. I am assigned challenging responsibilities. 

A. ' B. ' C. " ' D. ' E. * ~F. 

2. I have a real feelingr of achievement from my teaching*. 

A- B. * C. D. . E. • F„ 

3. I have a real feeling, of achievement from myoreseareh. 

A. B. C. ' D.^ , # E. * ' F. 

4. I have a real feelin'g of achievement from my service. M 

A. • B. C. E. ' F. 

5. My department chairman appreciates and recognizes my' achievements. 

A. B. C. ' D. E. 

6. My college and university administrators appreciate and recognize my achievement 

A. B. « ' C. <D. E. ' F. 

7. 4 Salaries and otfier benefits here are distributed fairly : 

A- 'B. C. ) D. v E. ~ F. 

3. .Promotions here are awarded fairiyV 

% A. .B. . C. * . D. ■ E. F. 

9. Tenure is t related teaching at this institution. 

A. ' B. C. * E. F. 

10. •Tenure is related t*o research at this institution. 

S\ / A. B. * C. D. * E. * ,JF. 

11. Promotions are relate^ to teaching at this" institution. t 

A. ^ B. • C. . ^' D. E. F. 

12. * Promotions are related to, research at this institution. ' * 11 

A. * B. ; D. E. F. 

13. My chairman" is democratic as opposed to autocra/ic. * 

A. B. C. * , D. E. e F. . 

14. This institution awards special merit increases in a fair' and equitable manner. 

A. B. C. ) D. E. F. , 



Section III . We would appreciate; your help in Supplying^ us with the following 
additional information* - Jf" 

, ,™. • - < ^ 

.1. What is your sex? A. Male B. .Female 
"2. What is your race? . 



3. What is your age? 



4. What is .your highest academicdggree? . 
■* A. B.A./p.S./B.J. - B. M.TT7/M.S./M.J. C. Ph.D. 



5. Do youthave tenure? * A. .Yes B. No 



Other 



6.* What is your academic rank? . 

A. * Assistant , B. ^Associate C. FuH Professor D. Otheif_ 
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7, How many classes do you teach during a typical term? * 

8, Approximately what percentage of your time is devoted to research? 

•* * * v 

9, Approximately wh^t percentage of your time is devoted to administrative duties? 

10. About how many hours do you work during a -typical week? 

11. About how many students are enrolled in your department? ' ' % 

12. What' is the highest academic degree pffered by your department? 

A. B.X. B. M.A. _ C. Ph.D. Other ' 

+ . — " 

13. How many years of prof essional media experience do you have?* 
14* How many years have you worke4 as a' college professor? ' 

15, How many years have you worked at your current institution? [ - 

16, About how many years have passed since your last academic prom\ion? 

17: How many professional organizations do you belong to? ' 

18- In how many, of those professional organizations do~you now hold some office?' 

19. ^ How many articles have you published during the last five years? 1 

20. How maiiy of those articles have been published in national referreed journals, 
such as Journalism Quarterly? 1 

— . ' * 

21. . What is your primary -career goal? x 

A. Teaching' B. Research C. Administration D. .Other 



22. Do you think university professors should be given merit increases for outstanding 
work? ^ A. Yes B. No ' 

23. Does your institution give faculty members merit increases for Outstanding work^ 
A. Yes B. No 

24. ^ During, the past five years, how many merit increases Tiave you received? 



25. What is the single major area in which you teach (history, law, photography, etcO*". 

26. What is your current nine-month salary? 

A. Less than $9,999 F. $30,000 to $34,999 

B. $10, 000* to $14,999 ' <j^-435,(jp0' ta $39,999 

C. $15,000 to $19,999 H". $40,000 to $44,999 
H D. $20,000 to $24,999 I; $45,000 to $49,999 

E. $25,000 to $29,999 ' J. $50,000 or more 

\ «* 
% * f 

, i 

Your help 'is greatly appreciated. Please return this questionnaire to Fred Fedler, 
Department of Communication,. University of Central Florida,' Orlando , Fla. 32816. 
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